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ABSTRACT 

By examining the interplay between internal organizational drivers – organizational management, staff 

professionalism, and transformational leadership – this study sought to understand how institutions navigate the 

“tri-focal” demands of instruction, research, and community involvement. Using a descriptive-correlational 

research design, the study analyzed perspectives from 325 higher education faculty members across four premier 

state universities in Region X, Northern Mindanao, Philippines. The findings revealed a compelling 

“Management Paradox.” Although many universities cling to traditional bureaucratic structures for stability, a 

flexible, systems-oriented approach is perceived as more effective for managing modern institutional challenges. 

Results indicate a strong, statistically significant positive correlation between all predictor variables and 

institutional productivity, with coefficients (r) ranging from 0.639 to 0.783. However, while these associations 

are robust, they represent perceived interconnectedness rather than established causation. To enhance the 

objectivity of future assessments, it is recommended that subsequent research incorporate quantifiable metrics 

such as publication counts, extension income, and formal accreditation levels.  

Keywords: institutional productivity, organizational management paradigms, management paradox, 

transformational leadership, descriptive correlation 

INTRODUCTION 

The contemporary higher education landscape is defined by intense global competition and a VUCA 

environment—volatility in funding, uncertainty in market demands, complexity in governance, and ambiguity 

in educational instruction. In this turbulent climate, state universities are compelled to demonstrate effectiveness 

across multiple indicators, extending beyond traditional teaching to include outcome-based education, impactful 

research, and sustainable operations. Forging this requires a delicate balance between rigorous regulatory 

compliance and fostering an innovative intellectual culture. 

Globalization has intensified the pressure on nations to align their higher education systems with international 

university rankings and accreditation standards, focusing on strategic planning, quality measurement, and 

institutional branding. University rankings can directly and significantly influence graduates’ employability 

prospects [1]. Regionally, the ASEAN Roadmap for Higher Education Space 2025 emphasizes student and 

faculty mobility and harmonized quality assurance [2]. This is viewed as a catalyst for economic and 

sociocultural development by improving institutional productivity and deepening internationalization. In the 

Philippines, state universities and Colleges (SUCs) are mandated by the 1987 Constitution and the Commission 

on Higher Education (CHED) to provide quality instruction, advance relevant and impactful research, actively 

engage with communities, and demonstrate progressive leadership [3]. However, persistent challenges impede 

their productivity: despite substantial government funding, many SUCs exhibited poor Research and 

Development (R&D) output [4]. While voluntary accreditation through the Accrediting Agency of Chartered 

Colleges and Universities in the Philippines (AACCUP) serves as a vital mechanism for accountability and 

credibility [5], systemic internal issues persist. 
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Although literature on global university rankings, internationalization strategies, and higher education policy is 

abundant, there is a critical scholarly gap regarding the internal organizational drivers of SUC productivity. 

Specifically, the roles of organizational management, staff professionalism, and transformational leadership 

remain under-researched in the Philippine context. Existing studies in regions like the Zamboanga Peninsula and 

Basilan have highlighted bureaucratic inefficiency and transparency gaps. Yet empirical evidence linking 

leadership style and workforce professionalism in overall university productivity is scarce [6] [7].  

Aligned with the United Nations Sustainable Development Goals (SDGs), specifically, SDG 4 (Quality 

Education) by promoting quality higher education, SDG 8 (Decent Work and Economic Growth) by fostering 

continuous staff development and professional growth, SDG 9 (Industry, Innovation, and Infrastructure) by 

stimulating increased research and innovation capabilities and SDG 17 (Partnership for the Goals) by cultivating 

a stronger collaborative partnerships and institutional effectiveness, this study endeavors to enhanced 

effectiveness and societal impact of state universities in the Philippines and potentially in similar global contexts.  

Framework 

This study is grounded in the confluence of multiple theories, each offering unique yet complementary 

perspectives on the drivers of the state university performance. First, the Resource-Based View (RBV), as 

posited by Jay B. Barney in 1991, asserts that sustained competitive advantage arises from the organization’s 

distinct resources, especially those that are valuable, rare, inimitable, and non-substitutable, for knowledge-

intensive organizations such as universities, these internal assets, including faculty expertise, research strengths, 

and organizational culture are critical determinants of institutional performance. The applicability of RBV to 

this study lies in its capacity to illuminate how effective leadership and management strategies can leverage 

these internal resources to enhance state university productivity. As Vasudevan [8] highlights, RBV provides a 

framework for higher education institutions to strategically mobilize and optimize their existing resources, 

thereby increasing productivity and improving the quality of educational services. Furthermore, RBV’s utility 

as a management tool for strategic resource allocation, noting that the greater value, sustainability, and versatility 

of a university’s resources are, the stronger its competitive position, a principle directly relevant to enhancing 

overall productivity [9]. 

Building upon the importance of internal resources highlighted by RVB, Human Capital Theory (HCT), 

pioneered by Becker in 1964, holds that investment in education, training, and career development augments 

human capabilities, thereby driving enhanced productivity and broader economic advancement. This theoretical 

perspective asserts that organizations, including universities, accrue significant benefits from strategically 

investing in their personnel’s competence and skills. Within the context of this study, staff professionalism and 

continuous professional development emerge as critical determinants of state university productivity. The 

premise is that well-trained, professionally developed teaching and administrative staff become more effective 

contributors to the core functions of pedagogy, research, and university governance, aligning with the study's 

examination of the impact of organizational management and staff professionalism on institutional output. The 

findings of Amie-Ogan and Pepple [10] in their study of the University of Rivers State in Nigeria demonstrate 

that human capital development programs such as sabbatical leave and ICT training can positively influence 

staff performance.  

Complementing the emphasis on strategic internal resources (RBV) and the development of human capital 

(HCT) as drivers of organizational productivity, Transformational Leadership Theory (TLT), extended by Bass 

(1985) from Burns’ (1978) concept of transforming leadership, offers a crucial perspective on how leadership 

can unlock and amplify these internal capabilities. TLT posits a process wherein leaders and followers engage 

in a mutually enhancing relationship, fostering important levels of morale and motivation. This dynamic 

empowers inspired employees to achieve significant outcomes by instilling self-confidence and enabling 

decision-making through proper training [11]. In the context of university management, transformational 

leadership is an effective tool for facilitating organizational transformation, particularly in critical areas such as 

financing, educational quality, research, and societal relationships [12]. Furthermore, emphasizing the critical 

role of implementing transformational leadership within state universities to effectively navigate the challenges 

of globalization and technological advancements [13]. Thus, TLT provides a vital framework for understanding 
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how leadership style can directly influence staff professionalism and, consequently, the overall productivity of 

state universities, the central focus of this inquiry. 

Objectives of the Study 

This study aimed to determine whether organizational management, staff professionalism, and transformational 

leadership are significantly related to productivity in state universities in Region X - Northern Mindanao, 

Philippines. Specifically, it sought to answer the following questions: 

1. What is the level of organizational management approach of the state universities in terms of: 

1.1 Classical Organization Approach; 

1.2 Neo-classical Approach; 

1.3 Contingency Approach; and 

1.4 Systems Approach? 

2. What is the level of staff professionalism in terms of: 

2.1 Interpersonal Skills; 

2.2 Image, Conduct, and Attitudes; and 

2.3 Career Advancement? 

3. What is the level of transformational leadership among top administrators of state universities as perceived 

by faculty in terms of: 

3.1 Intellectual Stimulation; 

3.2 Inspirational Motivation; 

3.3 Individualized Consideration; and 

3.4 Idealized Influence? 

4. What is the level of productivity among the state universities in terms of: 

4.1 Curriculum and Instruction; 

4.2 Support to Students; 

4. 3 Research; and  

4.4 Extension and Community Involvement? 

5. Is there a significant relationship between the productivity among the state universities and the following 

variables: 

5.1 Organizational Management;  

5.2 Staff Professionalism; and  

5.3 Transformational Leadership? 
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Hypotheses 

The following null hypothesis was tested at a 0.05 level of significance. 

Ho1: There is no significant relationship between the level of productivity among state universities and 

organizational management, staff professionalism, or transformational leadership. 

METHODOLOGY 

Research Design 

To map the intricate relationships among variables, this study employed a quantitative, descriptive-correlational 

research design. This method works especially well for providing a thorough description of a phenomenon while 

examining the connections between variables without the need for outside intervention or manipulation [14]. 

Furthermore, it is also important to note that, even though these factors are regarded as “drivers”, the study aims 

to uncover strong correlations rather than conclusive causal linkages. Because institutional productivity likely 

operates in a reciprocal environment in which high performance further encourages professional conduct, 

management, and leadership efficacy, thus it is crucial to recognize this causal ambiguity.  

Research Setting 

This study was conducted during the second semester of the Academic Year 2025-2026 across four premier state 

universities in Region X, Northern Mindanao: Bukidnon State University (BukSU), Central Mindanao 

University (CMU), Mindanao State University-Iligan Institute of Technology (MSU-IIT), and the University of 

Science and Technology of Southern Philippines (USTP). These institutions were selected based on their 

established prestige, characterized by high institutional accreditation, global impact rankings, and the presence 

of programs recognized by the Commission on Higher Education (CHED) as Centers of Excellence and Centers 

of Development. 

Participants and Sampling Procedure 

The study involved 325 faculty members, each with at least one year of service across the four state universities. 

The sample size was determined using the Raosoft Sample Size Calculator, with a 95% confidence level and a 

5% margin of error. To ensure the representativeness of the sample, the research adopted a proportionate 

stratified random sampling technique. This probability sampling method involves dividing the population into 

subgroups (strata) based on certain characteristics, then selecting a proportional number of individuals from each 

stratum to be included in the sample [15]. This technique was specifically chosen to guarantee that each of the 

four participating state universities would be proportionally represented in the sample, mirroring their actual 

distribution within the overall faculty population. Additionally, the proportional allocation of sample sizes across 

universities was designed to accurately reflect the varied perceptions concerning university productivity, 

transformational leadership, staff professionalism, and organizational management within the broader 

institutional framework.  

Research Instruments 

The survey instrument, with four distinct parts composed of 15 questions each, was strategically constructed 

using a combination of established and adapted measures as well as researcher-developed items grounded in 

multiple literatures. Specifically, the assessment for Organizational Management was based on the literature by 

Ferdous [16], Dsiak [17], Fiedler [18], and Garima [19]. The questions used to evaluate the professionalism of 

administrative staff were drawn from the literature of Miles [20], Brewster et al. [21], Lamri and Lubart [22], 

Hollenbaugh [23], Dong et al. [24], and Karim [25]. Moreover, the assessment of transformational leadership 

was conducted using a modified version of The Survey of Transformational Leadership (STL): Program Staff 

Version, originally developed by Texas Christian University [26]. Furthermore, to contextualize the study within 

the Philippine higher education landscape and to specifically address factors relevant to state university 

productivity, pertinent items from the Accrediting Agency of Chartered Colleges and Universit ies in the 
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Philippines (AACCUP) survey instrument were adapted and integrated [27]. These items focused on the critical 

dimensions of curriculum and instruction, student support services, research, and extension & community 

involvement. These adapted items were carefully refined to align with the specific focus on faculty perception 

of productivity. The remaining sections of the questionnaire, designed to assess organizational management and 

staff professionalism, were developed by the researcher, drawing upon relevant theoretical frameworks and the 

specific characteristics of state universities in the Philippine context.  

To quantify participants’ level of agreement with the various questionnaire statements, a five-point Likert scale 

was used, allowing participants to indicate the intensity of their attitudes or opinions towards each statement 

[28], ranging from “strongly agree” to “strongly disagree”. This method yielded quantifiable data suitable for 

statistical analysis, enabling a nuanced examination of faculty perception across the identified variables. 

While faculty perceptions provide invaluable insights into the internal climate of state universities, the reliance 

on self-reported data from a single participant group introduces the potential for Common Method Variance 

(CMV) [29]. This study acknowledges that such variance can sometimes lead to inflated correlations; however, 

identifying these perceived relationship remains a critical first step in understanding the invisible drivers of 

institutional success in the Philippine context.   

Data Gathering Procedure 

Formal approval for this study was secured from the Office of the Dean of the School of Business, Management, 

and Accountancy (SBMA)-Graduate Studies. To ensure full compliance with institutional standards, ethical 

clearance was also obtained from the Liceo Research Ethics Board (LREB) of Liceo de Cagayan University. 

Following these approvals, formal letters of request were submitted to the Office of the President or Chancellor 

at the participating campuses. Upon granting permission, the researcher coordinated with the respective deans 

and department chairpersons to discuss the study’s objectives and solicit faculty participation. During these 

sessions, participants received a comprehensive overview of the study’s purpose, procedures, and potential 

benefits. 

Informed consent was strictly observed; participants were informed of their rights, including the voluntary nature 

of their participation and the right to withdraw at any time. To maintain anonymity, names were excluded from 

all data collection instruments. For respondents who used the Google Forms link, the institution’s name was 

collected solely to track the distribution of responses across the four state universities. In accordance with the 

Data Privacy Act of 2012, all physical questionnaires were destroyed by incineration after data validation. Digital 

datasets were stored in a secure, encrypted environment accessible only to the researcher.  

Statistical Treatment and Data Analysis 

The study employed a comprehensive statistical approach, utilizing both descriptive and inferential methods to 

analyze the collected data. Descriptive statistics were employed to address the first four research questions, 

which aimed to ascertain the levels of organizational management approach, staff professionalism, 

transformational leadership among university leaders, and the overall productivity of the state university. 

Specifically, the mean and the standard deviation were calculated for each of these variables. 

To investigate the significant relationships posed in the fifth research question – specifically, the association 

between state university productivity as the dependent variable and the independent variables of organizational 

management, staff professionalism, and transformational leadership – the Pearson product-moment correlation 

coefficient was used. This bivariate statistical technique measured both the strength and the direction (positive 

or negative) of the linear relationship between each pair of variables [30].  

Validity and Reliability 

The research instrument in this study underwent a content validity test. The questionnaire was scrutinized and 

evaluated by a panel of three (3) experts: a professor doctor specializing in management and human resources, 

a professor doctor currently serving as a college dean, and a professor doctor, an active AACCUP evaluator in 
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business administration and entrepreneurship. The academic qualifications of the validators ensured that the 

instrument was rigorously evaluated, as they had the required competencies and experiences. The questionnaire 

was adjusted as needed in response to expert feedback. 

Moreover, the questionnaire underwent a pilot test, with 30 participants from the four sample state universities, 

to assess its practicality and clarity. Cronbach’s alpha was utilized to determine the internal consistency and 

reliability of the findings. For the first independent variable, organizational management, the sub-variables 

classical management approach (0.839), neo-classical management approach (0.914), systems management 

approach (0.952), and contingency management approach (0.948) indicated high reliability. For the second 

independent variable on staff professionalism: interpersonal skills (0.963), image, conduct, and attitude (0.974), 

and career advancement (0.979) also displayed strong reliability. Transformational leadership showed a very 

high reliability: intellectual simulation (0.982), inspirational motivation (0.989), individualized consideration 

(0.975), and idealized influence (0.990). Lastly, the dependent variable productivity likewise proved reliable: 

Curriculum and instructions (0.973), support to students (0.986), research (0.986), and extension and community 

involvement (0.991). Overall, all constructs showed very high reliability, meaning that the items in each category 

consistently measure the intended constructs and that the instrument used in this study is statistically reliable. 

RESULTS AND DISCUSSION 

1. What is the level of organizational management approach of the state universities in terms of: 

1.1 Classical Organization Approach; 

1.2 Neo-classical Approach; 

1.3 Contingency Approach; and 

1.4 Systems Approach? 

Table 1 Summary of The Level of Organizational Management Among State Universities 

Sub-constructs Mean SD Description Interpretation 

Classical Organization Approach 4.21  0.37 Agree High 

Neo-classical Approach 4.16 0.08 Agree High 

Systems Approach 4.32 0.09 Agree High 

Contingency Approach 4.17 0.08 Agree High 

Overall Mean 4.21 0.15 Agree High 

This study surveyed 325 state university faculty members in Northern Mindanao regarding the level of 

organizational management approach. The results showed high positive agreement across all four management 

approaches (M=4.21; SD=0.15), suggesting that no single approach is universally superior; instead, it operates 

under a hybrid paradigm, as labeled by Woelert and Stensaker as strategic bureaucracy, which merges traditional 

hierarchical structures with modern strategic leadership [31]. The Systems Approach received the highest mean 

(M=4.32; SD=0.09), underscoring the relationships among organizational components and their imperative to 

adapt to environmental changes [32]. This was followed by Classical Organization Approach (M=4.21; 

SD=0.37), which reinforces the value of hierarchical structures, formal authority, and standardized procedures 

[33]. While the Contingency Approach (M=4.17; SD=0.08) and the Neo-classical Approach (M=4.16; SD=0.07) 

show slightly lower scores, their high means still indicate a significant role in organizational life. Ultimately, the 

findings suggest that their universities manage through a management of paradox. Rather than selecting a single 
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best practice, they holistically integrate the strengths of various theories to navigate the complex, often 

contradictory demands of modern higher education [34] 

2. What is the level of staff professionalism in terms of: 

2.1 Interpersonal Skills; 

2.2 Image, Conduct, and Attitudes; and 

2.3 Career Advancement? 

Table 2 Summary of The Level of Staff Professionalism Among State Universities 

Sub-constructs Mean SD Description Interpretation 

Interpersonal Skills 4.20 0.06 Agree High 

Image, Conduct, and Attitudes 4.26 0.05 Agree High 

Career Advancement 4.17 0.06 Agree High 

Overall Mean 4.21 0.06 Agree High 

Likewise, the study explored the level of professionalism among administrative staff of state universities. It 

revealed that administrative staff professionalism is high overall (M=4.21; SD=0.06), reflecting a workforce that 

is ethically grounded and ready for progression. The highest-rated items are Image, Conduct, and Attitudes 

(M=4.26, SD=0.05), indicating that staff maintain exemplary professional standards as foundational elements 

for both career growth and organizational effectiveness [35]. This professional demeanor directly influences key 

performance metrics and organizational commitment [36]. While Interpersonal Skills (M=4.20, SD=0.06) and 

Career Advancement (M=4.17, SD=0.06) also received high scores. However, the data suggest a strategic 

opportunity for further refinement. Although the workforce demonstrates exceptional cultural sensitivity and 

professional image, bridging slight gaps in complex problem-solving and conflict handling is essential.  

3. What is the level of transformational leadership among top administrators of state universities as perceived 

by faculty in terms of: 

3.1 Intellectual Stimulation; 

3.2 Inspirational Motivation; 

3.3 Individualized Consideration; and 

3.4 Idealized Influence? 

Table 3 Summary of The Level of Transformational Leadership Among State Universities 

Sub-constructs Mean SD Description Interpretation 

Intellectual Stimulation 4.24 0.05 Agree High 

Inspirational Motivation 4.25 0.08 Agree High 

Individualized Consideration 4.15  0.11 Agree High 

Idealized Influence 4.33 0.07 Agree High 

Overall Mean 4.24 0.08 Agree High 
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Moreover, the study goes deeper in understanding the degree of transformational leadership among state 

university administrators and found it to be systematically implemented as a High level (M=4.24, SD=0.08), 

reflecting a systematic practice that positively impacts employee performance and institutional effectiveness. 

Idealized Influence emerges as the highest-rated dimension (M=4.33; SD=0.07), indicating that leaders embody 

exemplary ethical standards and values-based conduct, which inspires employees to internalize organizational 

commitments and demonstrate organizational citizenship [37]. This is followed by strong scores in Inspirational 

Motivation (M=4.25; SD=0.08), Intellectual Stimulation (M=4.24; SD=0.05), and Individualized Consideration 

(M=4.24; SD=0.05), which collectively encourage innovation and align employee aspirations with institutional 

missions. Empirical evidence suggests that this leadership style effectively mediates the relationship between 

strategic planning and organizational performance [38]. This finding also aligns with Corral's discovery of a 

direct link between the high-performance and transformational leadership qualities of school administrators and 

teachers' efficacy [39]. Consistent with Bass's Transformational Leadership Theory, personal development 

cultivates organizational commitment and resilience.  

4. What is the level of productivity among the state universities in terms of: 

4.1 Curriculum and Instruction; 

4.2 Support to Students; 

4. 3 Research; and  

4.4 Extension and Community Involvement? 

Table 4 Summary of The Level of Productivity Among State Universities 

Sub-constructs M SD Description Interpretation 

Curriculum and Instruction 4.52 0.06 Strongly Agree Very High 

Support to Students 4.43 0.09 Agree High 

Research 4.36 0.12 Agree High 

Extension and Community Involvement 4.45 0.10 Agree High 

Overall Mean 4.44 0.09 Agree High 

Furthermore, the study examined productivity levels among state universities. The report detailed the evaluation 

of overall institutional productivity as High (M=4.44), reflecting a mature institutional culture of quality and 

constituent accountability [40] [41] Curriculum and Instruction has the highest rating (M=4.52; SD=0.059), 

driven by transparent grading criteria and students' hands-on experience, underscoring the role of quality design 

in mediating student outcomes and institutional reputation [42]. This is followed by Community Engagement 

(M=4.45; SD=0.10) and Support to Students (M=4.43; SD=0.09), the latter affirming a holistic investment in 

student well-being and retention [43]. While research also yielded a high score (M=4.36), it represented the 

greatest variability (SD=0.12), suggesting it remains a strategic opportunity for targeted growth. Chavez noted 

that since research productivity is intrinsically linked to academic excellence and reputation, it requires 

systematic faculty development and transparent incentives [44].  

5. Is there a significant relationship between the productivity among the state universities and the following 

variables: 

5.1 Organizational Management;  

5.2 Staff Professionalism; and  
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5.3 Transformational Leadership? 

Ho: There is no significant relationship between the level of productivity among state universities and 

organizational management, staff professionalism, or transformational leadership. 

Table 5 Correlation Analysis Between Productivity Among State Universities and Organizational Management, 

Staff Professionalism, And Transformational Leadership 

Variable n r p Interpretation 

Organizational Management 325 .770** .000 Significant 

Classical Organizational Approach 325 .639** .000 Significant 

Neo-classical Approach 325 .667** .000 Significant 

Systems Approach 325 .736** .000 Significant 

Contingency Approach 325 .720** .000 Significant 

Staff Professionalism 325 .729** .000 Significant 

Interpersonal Skills 325 .668** .000 Significant 

Image, Conduct, And Attitudes 325 .684** .000 Significant 

Career Advancement 325 .698** .000 Significant 

Transformational Leadership 325 .783** .000 Significant 

Intellectual Stimulation 325 .732** .000 Significant 

Inspirational Motivation 325 .759** .000 Significant 

Individualized Consideration 325 .706** .000 Significant 

 Idealized Influence 325 .745**  .000 Significant 

. p-values of .000, significant at p < .001. 

*Correlation is significant at the 0.05 

**Correlation is significant at the 0.01 level (2-tailed). 

Also, the study examines the relationship between productivity among state universities of Northern Mindanao 

and organizational management, staff professionalism, and transformational leadership. The correlation analysis 

confirms a strong, statistically significant positive relationship between all 14 predictor variables and state 

university productivity. Pearson product-moment correlation coefficients (r) range from 0.639 to 0.783, all 

exceeding the 0.50 threshold for a large effect size (Cohen, 1988). With p < .001across all measures, the 

probability of these strong associations occurring by chance is less than 0.1%, providing a definitive empirical 

basis for rejecting the Null Hypothesis (H0) [45] [46]. The analysis identifies Transformational Leadership 

(r=0.783) and Organizational Management (r=0.770) as the primary correlates of institutional improvement. 

Even the lowest correlation, the Classical Organizational Approach (r=0.639), remains firmly within the strong 

effect size range, underscoring the multivariate nature of productivity [47][48]. It is critical to note that while r 

values indicate a strong positive association, these results demonstrate interconnectedness rather than direct 

causation [49].  These findings suggest that as leaders become more transformational and management becomes 
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more systematic, there is a concurrent rise in perceived productivity. However, these variables likely exist in a 

reciprocal relationship in which high productivity also empowers leaders and motivates staff.    

While the findings provide strong empirical evidence for the synergy of internal drivers, certain methodological 

limitations must be acknowledged. Because data for both independent (organizational management, staff 

professionalism, and transformational leadership) and dependent (productivity) variables were collected via self-

reported survey questionnaires from the same faculty participants, there is a risk of common method bias. This 

may lead to inflated correlations due to the singular perspective of participants’ singular perspectives. 

Additionally, since the study evaluates institutional output through the lens of faculty perceptions rather than 

tangible administrative records, the results reflect subjective experiences that may diverge from objective reality; 

consequently, future research should integrate standardized productivity indicators to validate these perceptions. 

CONCLUSION  

Based on the findings, the following conclusions are put forward: 

State universities exhibit high adherence to organizational management in terms of systems, classical 

organization, contingency, and neo-classical approaches, reflecting a hybrid management that operates within a 

management paradox. This suggests that no single approach guarantees institutional effectiveness; instead, 

productivity emerges from an integrated and multifaceted approach that lies in navigating this paradox by 

balancing strict regulatory compliance and classical hierarchy through a holistic and interconnected view of its 

diverse units with the goal not to solve contradictions but to manage the tension between them as a source of 

institutional resilience. 

Similarly, administrative staff possess a high level of professional maturity and institutional readiness regarding 

image, conduct, and attitudes, interpersonal skills, and career advancement. They are well-positioned to support 

the strategic goals of their respective institutions, suggesting that administrative staff represent a stable, highly 

competent human capital asset and that advancing formal mentorship and coaching programs can further 

strengthen them.  

Moreover, state university leaders demonstrate a high level of transformational leadership characterized by 

idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration, serving 

as the institution’s moral compass and visionary aligner. This implies that leaders nurture a culture of trust and 

ethical integrity by bridging the gap between institutional mandates and personal employee development through 

personal coaching and direct staff support.  

State universities demonstrate high-level adherence to institutional productivity across curriculum and 

instruction, extension and community involvement, support to students and research, reflecting a mature 

institutional quality culture. While these institutions effectively align learning outcomes with industry 

requirements and fulfill their social mandates, their significant research potential remains underutilized due to 

systemic constraints in funding and mentorship. This suggests that institutionalizing university-funded research 

grants, establishing structured mentorship programs, and revising faculty workload policies can scale up research 

productivity to match that of other high-performing functions. 

Additionally, there is a strong, positive, and highly significant relationship between state university productivity 

and the three primary constructs: organizational management, staff professionalism, and transformational 

leadership. However, this does not imply a unidirectional causal link. The variables likely to exist in a reciprocal 

relationship further bolsters institutional success, leaders’ confidence, and staff morale. 

RECOMMENDATIONS 

Given the profound impact of leadership on institutional productivity, it is recommended that the Commission 

on Higher Education (CHED) formalize a Biannual Leadership Academy for SUC Presidents focused on 

personal mastery and adaptive management to sustain high levels of transformational leadership. This initiative, 
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complemented by sustained funding for faculty study grants and incentive-based laboratory upgrades, will 

empower state universities to fulfill their multifaceted mandates effectively. 

Higher Education Institutions are encouraged to adopt a hybrid management paradigm that balances centralized 

structural efficiency with the flexibility required for creative innovation. By streamlining bureaucratic protocols 

and simplifying paperwork, institutions can establish faster transactions while providing administrative staff 

with meaningful opportunities to contribute to development. 

While visionary leadership is currently high, administrators should transition from collective management to 

personalized coaching through one-on-one feedback and developmental checks. To stabilize extension work, 

leadership must optimize the balance between teaching and community service workloads while offering 

localized awards for high-impact research projects. 

The institutionalization of formal mentoring programs is essential to bridge gaps in career advancement by 

pairing seasoned administrators with junior staff for effective knowledge transfer. Furthermore, institutions 

should fortify the OPCR and IPCR frameworks to cultivate robust, multidimensional feedback loops that drive 

organizational excellence. 

Faculty members should spearhead interdisciplinary research that aligns rigid policies with modern educational 

needs while utilizing institutional feedback mechanisms to report on leadership operations. Additionally, 

integrating service-learning programs into the student curriculum will create a vital link between classroom 

instruction and community extension services. 

Community stakeholders should be reimagined as active co-producers of knowledge, ensuring that university 

programs remain strictly aligned with national development priorities. To address weaknesses in research 

income, extension programs should be co-designed with these stakeholders to commercialize products that meet 

actual community needs. 

Future researchers are encouraged to move beyond perception-based data and include objective indicators, such 

as verified publication counts, extension income, and formal accreditation levels, to provide a more robust 

analysis of productivity. They are also urged to include a more diverse range of state universities and colleges, 

as well as private HEIs, to explore the live experiences of stakeholders in smaller institutional contexts.   
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APPENDICES  

A. Operational Definition of Constructs  

Construct Operational 

Definition 

Sample Item Source Cronbach

’s Alpha 

Scale/ 

Response 

Format 

Organizatio

nal 

Managemen

t 

Specific strategies 

employed to align 

institutional 

operations with 

national mandates. 

This is used to 

analyze the 

administrative 

modalities and 

management 

protocols utilized by 

top executives.  

Classical Organization 

Approach 

“The state university follows a 

hierarchical levels and formal 

lines of authority in its 

organizational structure.” 

Neo-classical Approach 

“The state university promotes 

employee participation and 

involvement in decision-making 

processes” 

Systems Approach 

The state university’s 

administrative decisions 

consider the impact on the entire 

university system, not just 

individual departments. 

Contingency Approach 

Based on 

the 

literature of 

Ferdous 

[16], Dsiak 

[17], Fiedler 

[18] and 

Garima [19]  

0.749, 

0.914, 

0.952 and 

0.948 

respectivel

y 

5-point Likert 

Scale  

5=Strongly 

Agree  

4=Agree  

3=Neutral  

2=Disagree  

1=Strongly 

Disagree 
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The state university can 

effectively allocate resources 

based on the changing priorities 

and needs of the organization. 

Staff 

Professional

ism 

The consistent 

demonstration of 

technical 

competence, ethical 

integrity, and 

unwavering 

adherence to 

established 

institutional 

protocols. This is 

used to measure the 

professionalism of 

administrative staff 

Interpersonal Skills 

“The administrative staff 

effectively listens to and 

understands the concerns and 

needs of students, faculty, and 

external stakeholders.” 

Image, Conduct and Attitudes 

“The administrative staff 

presents themselves 

professionally and maintains a 

positive image.” 

Career Advancement 

“The state university provides 

clear and transparent career 

advancement paths for 

administrative staff.” 

Based on 

the 

literature of 

Miles [20], 

Brewster et 

al. [21], 

Lamri and 

Lubart [22], 

Hollenbaug

h [23], 

Dong et al. 

[24] and 

Karim [25] 

0.963, 

0.974 and 

0.979 

respectivel

y 

5-point Likert 

Scale  

5=Strongly 

Agree  

4=Agree  

3=Neutral  

2=Disagree  

1=Strongly 

Disagree 

Transformat

ional 

Leadership 

A leadership style 

characterized by its 

capacity to cultivate 

a high-performance 

organizational 

climate, where 

leadership behaviors 

are intentionally 

aligned employees’ 

professionalism. 

This is used to assess 

the preferred 

leadership archetype 

for administrators in 

state universities. 

Intellectual Stimulation 

“The leaders of the state 

university encourage and values 

ideas from others” 

Inspirational Motivation 

“The leaders of the state 

university convey hope about 

the future of the university.” 

Individualized Consideration 

“The leaders of the state 

university offer individual 

learning opportunities to staff 

members for professional 

growth.” 

Idealized Influence 

“The leaders of the state 

university consider the ethical 

implications of actions.” 

Adapted 

and 

modified 

from 

Institute of 

Behavioral 

Research 

[26] 

0.982, 

0.989, 

0.975 and 

0.990 

accordingl

y 

5-point Likert 

Scale  

5=Strongly 

Agree  

4=Agree  

3=Neutral  

2=Disagree  

1=Strongly 

Disagree 

Productivity This is the ultimate 

benchmark for how 

effective a state 

Curriculum and Instruction Adapted 

and 

modified 

0.973, 

0.986, 

5-point Likert 

Scale  
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university translates 

its strategic assets 

into mandated 

academic outcomes. 

“The curriculum is aligned with 

industry standards and 

regional/national development 

goals.” 

Support to Students 

“Student programs receive 

sufficient budget allocation for 

effective implementation.” 

Research 

“The state university effectively 

implements its approved 

research agenda.”  

Extension and Community 

Involvement 

“The extension programs are 

aligned with 

local/regional/national 

development priorities.” 

from 

AACCUP 

[27] 

0.986 and 

0.991 

5=Strongly 

Agree  

4=Agree  

3=Neutral  

2=Disagree  

1=Strongly 

Disagree 
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